In the vocational rehabilitation of persons with disabilities (BIF), the need to consider the variables related to employer demand is increasingly becoming an important research topic. This empirical research explores the perceptions and attitudes of employers in hiring and retaining people with borderline intellectual functioning (BIF). For this purpose, the Metaplan procedure was used and a focus group was conducted in small and medium enterprises (SMEs) of the Spanish Vinalopó Footwear Cluster. Results showed a significant lack of knowledge and visibility of people with BIF. Lack of financial support to encourage hiring was pointed out by participants in the group as the most relevant barrier; on the contrary, the main advantages identified are those related to corporate social responsibility, as well as image and reputation of the company. Labour difficulties for workers with BIF were also analysed. Lack of skills to organize their own tasks and insufficient job training received the highest score.
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The team is composed by specialist people in law, economy and psychology, and other academic fields. The objective is to develop applied research in order to facilitate employability of the people with disability.
In the training section are offered different courses for persons with disabilities, professionals, executives, and for anyone who are interested in the inclusion of people with disabilities.
PUBLIC INTEREST STATEMENT
Usually, persons with disabilities have difficulties to be part of the labour market. However, if they have an official recognition of their disability, it is an easier way, due to employers have some fiscal advantage. People with borderline intellectual functioning (BIF), do not have any certification about their disability. Only if employers know the characteristics of these persons can considerate contract them. Do they know enough about BIF?
We made a meeting with executive of small and medium enterprise of the Spanish Vinalopó Footwear Cluster.
Results showed a significant lack of knowledge and visibility of people with BIF. Even so, executives consider that to include persons with BIF could improve image and reputation of the company.
It is necessary to train executives about persons with BIF. Moreover, Public Administration should provide financial support to hire persons with these characteristics.
Introduction
In the 1960s, the American Association on Intellectual and Development Disabilities (AAIDD) defined those with an IQ test score of 70 to 85 as eligible for classification as mentally retarded (Heber, 1959 (Heber, , 1961 . Persons with borderline intellectual functioning (BIF) have an IQ test score that is one to two standard deviations below the mean, in the range of 70 to 85 (American Psychiatric Association, 2000) . For measuring this IQ different tests are used (e.g.WISC-III; WPPSI-III or WAIS-III). Considering the normal IQ distribution, this population group should represent 13.6% of the total (Salvador-Carulla et al., 2013) . In fact, some studies consider that a percentage between 12% and 18% of the population fits into that category (Hassiotis et al., 2001; Seltzer et al., 2005) . Studies from the Netherlands show that there has been a substantial increase in the number of persons with borderline intellectual functioning (Nouwens, Lucas, Embregts, & van Nieuwenhuizen, 2017) . However, as the use of the IQ scale is decreasing, borderline intellectual functioning has no score range in DSM-5 (Greenspan, 2017) .
Despite the numbers, borderline intellectual functioning is an extremely complex clinical entity, which has barely been studied (Peltopuro, Ahonen, Kaartinen, Seppälä, & Närhi, 2014; Salvador-Carulla et al., 2013) . There seem to be two traditions examining BIF: medical and pedagogical. A research tradition focusing on BIF for its own sake is missing. The lack of terminological consensus for the BIF phenomenon is also remarkable. The names used in the English literature include, for example, "Borderline Mental Retardation", "Subaverage Intellectual Functioning", "Borderline Intellectual Capacity", "Borderline Learning Disability", "Slow Learner", "Mild Cognitive Impairment" and "General Learning Disability" (Peltopuro et al., 2014; Salvador-Carulla et al., 2013) . A specific definition of BIF independent from other related concepts is necessary to avoid misunderstandings and to establish appropriate treatments and interventions (Contena & Taddei, 2017) .
In a review of literature concerning BIF, in order to increase knowledge about the problems related to BIF in areas such as: academic and cognitive skills (Alloway, 2010; Szumski, Firkowska-Mankiewicz, Lebuda, & Karwowski, 2018) , motor skills (Jeoung, 2018; Westendorp, Houwen, Hartman, & Visscher, 2011) , social behavior (Embregts & van Nieuwenhuijzen, 2009; Louw, Kirkpatrick, & Leader, 2019) , mental health (King et al., 2019; Seelen-de Lang et al., 2019) , employment (Peltopuro et al., 2014; Robertson, Beyer, Emerson, Baines, & Hatton, 2019) and marriage (Atkinson, 2007; Hassiotis et al., 2007) . Peltopuro et al. (2014) concluded that there is a need for longitudinal and population-based studies focusing on persons with BIF. More research is particularly needed about critical periods of life such as the transition from high school to labour market.
Article 27 of the International Convention on the Rights of Persons with Disabilities (CRPD), approved by the General Assembly of the United Nations in 2006 and ratified by Spain in 2007, recognizes "the rights of persons with disabilities to work, on an equal basis with others", adding that "this includes the right to the opportunity to gain a living by work freely chosen or accepted in a labour market and work environment that is open, inclusive and accessible to persons with disabilities". However, the employment rate of persons with disabilities still remains remarkably low compared to the general population. In Spain, for example, according to the latest Report of the Observatory on Disability and Labor Market of ONCE Foundation, with data referring to 2017, the employment rate of persons with disabilities is only 25.9%, much lower than the average of the general population, which stands at 64.4%. The employment rate of persons with intellectual disabilities (ID) is particularly low, at a level of 19.5% (Fundación Once, 2018) . The last specific study available on employment of persons with BIF placed their employment rate at 17% (Huete & Pallero, 2016) .
The need to consider the variables related to employer demand is increasingly becoming an important research topic in the vocational rehabilitation of persons with disabilities (Burke, Bezyak, Fraser, Pete, & Ditchman, 2013; Chan et al., 2010) . The traditional supply-side approach is no longer appropriate for achieving meaningful employment outcomes for these individuals . However, studies focused on the factors linked to labour supply, for instance, the barriers or difficulties that persons with disabilities face (Brault, 2012; Hassiotis et al., 2001; MacEachen et al., 2012; Pope & Bambra, 2005; Rosenheck et al., 2006; Schur, 2002; Seltzer et al., 2005; Shier, Graham, & Jones, 2009; Zetlin & Mutaugh, 1994) , are more frequent than those that concentrate on labour demand, or on the multiple elements affecting companies when, for instance, hiring and retaining this group (Burke et al., 2013; Chan et al., 2010; R. Fraser, Ajzen, Johnson, Hebert, & Chan, 2011; Gustafsson, Peralta, & Danermark, 2013; Hernandez et al., 2012) .
Furthermore, studies analysed the association between non-standard employment (temporary employment, part-time or on call work, multi-party employment relationships): adults with intellectual impairments were more likely than their peers to be exposed to non-standard employment conditions and experience job insecurity. (Emerson, Hattona, Robertsona, & Bainesa, 2018) .
A focus group conducted in 13 major metropolitan areas of the USA with employers representing a variety of industries, company sizes and profit and non-profit organizations (Grizzard, 2005) stated that employers needed more accurate and practical information to dispel preconceptions and concerns about hiring and retaining persons with disabilities (Burke et al., 2013) . Another study (Domzal, Houtenville, & Sharma, 2008) evidenced that 72.6% of the companies mentioned hiring people with disabilities as a major challenge since they cannot effectively perform the type of work required. Additionally, healthcare costs, workers´compensation costs and fear of litigation were mentioned by medium-sized companies as difficulties to hire persons with disabilities. On the other hand, many positive attributes and good reasons were given by participants in the focus group study conducted by Amir, Strauser, and Chan (2009) ; however, negative attitudes of co-workers and supervisors and the lack of supply of qualified workers with disabilities were also mentioned as major obstacles. These surveys concluded that, before demand-side employment can become truly effective, research on employer perceptions and attitudes toward hiring and retaining persons with disabilities is needed. Chan, Lee, Yuen, and Chan (2002) described these attitudes as consisting of cognitive, affective and behavioural components.
As Chan et al. (2010) highlighted, the limited empirical research carried out hitherto tends to concentrate on three areas of employer concern when dealing with employees with disabilities: the need to meet safety and productivity standards; adequate knowledge and experience related to hiring and retention; and the need for supportive assistance in identifying appropriate workforce support, accommodation, and vocational bridging services related to return to work and work retention (Stensrud, 2007) .
Moreover, Burke et al. (2013) examined attitudes of employers toward hiring individuals with disabilities by reviewing the employment and rehabilitation literature. Articles were classified in three areas of research of attitudes towards persons with disabilities: hiring and accommodation, the most studied area (Domzal; Houtenville & Sharma, 2008; Fraser et al., 2010; Hernandez et al., 2012; Morgan & Alexander, 2005) ; work performance (Greenan, Wu, & Black, 2002; Smith, Webber, Graffam, & Wilson, 2004; Unger, 2002) ; and behavioral intentions, the field to which less attention has been paid (Freeze, Kueneman, Frankel, Mahon, & Nielsen, 2002; Graffam, Shinkfield, Smith, & Polzin, 2002) . Burke et al. (2013) concluded that in order to successfully increase employment rates for people with disabilities, which often results in improved quality of life for these individuals, continued research on employer perceptions and development of related interventions is necessary.
The purpose of this article is to focus on the demand-side approach by exploring the perceptions and attitudes of employers to hire and retain persons with ID, and more specifically persons with BIF. The literature review conducted by Peltopuro et al. (2014) increased knowledge about the problems and risk factors related to BIF and brought up the topic for societal and scientific discussion, showing the particular vulnerability of this group. As these authors concluded, people with BIF are left without official services in society because they often do not meet the criteria for special services. People with BIF are not eligible to receive a diagnosis of ID and they cannot gain access to ID-related support and services because their IQ is "too high". Research findings point out that persons with BIF, when compared with the general population, held lower skilled jobs, earned lower wages and had longer careers in the same job. To enable a full inclusion of these individuals in society, it is essential to consider the difficulties that persons with lower-thanaverage intellectual abilities experience in education and job training, for example, and to develop services which can accommodate these needs. In conclusion, more research, societal discussion, and flexible support systems are needed.
At least 60.194 people in Spain are diagnosed with borderline intellectual functioning or, in any case, they face moderate difficulties in performing day-to-day tasks due to borderline intellectual functioning (Huete & Pallero, 2016) . Fifteen percent of people with a BIF diagnosis (9,212) live in the Valencian Community (Huete & Pallero, 2016) . One of the purposes of this paper was to identify the main research questions, in order to design a larger-scale survey on perceptions and attitudes of employers to hire and retain people with BIF, to be conducted in the future. Although company size is considered an important factor, as some studies have pointed out (Harris Interactive, 2010) , at this stage this issue has not been considered.
Objectives
The general goal of this research is to have a first overview about the opinions and experiences of employers of companies of the industrial sector about employees with Borderline Intellectual Functioning.
It is specifically intended to:
-Determine whether they know the meaning of the term BIF.
-Identify the main barriers to hire persons with BIF.
-Identify the advantage of employing persons with BIF.
-Recognize the measures that it would be necessary to implement to employ persons with BIF.
Methodology

Participants
The sample was selected for convenience. Similar companies' size was considered (Fraser et al., 2010) . In order to have less bias, the companies were from the same kind of industry. To this end, we contacted 15 of the most important companies belonging to the Spanish Vinalopó Footwear Cluster, located in the Province of Alicante. The collaboration of HR managers was requested. Nine of the 15 companies were finally selected to take part in the study.
Procedure and instruments
The study was developed through qualitative and quantitative techniques. Specifically, because of the wealth of the information that can be obtained (Mira, Pérez-Jover, Lorenzo, Aranaz, & Vitaller, 2004) , the Metaplan procedure was used in this case, which is a combination of nominal group, focus group and multivoting methodology, and in which perspectives and points of view of participants on Borderline Intellectual Functioning were analyzed. Usually, this first approach is used to collect information about the key research questions that should be considered in future studies Fraser et al., 2010; Hernandez et al., 2012; Burke et al., 2013) .
Before the group session, six basic questions that would guide the meeting were selected. For each of them, the type of methodology that could obtain more information was decided (Table 1 ).
To answer the first and sixth questions, all participants spoke directly. In the other four cases, the answers were first given individually, and afterwards put together by presenting them in a panel and prioritizing them. For this prioritization, a computerized remote response system was used that allows each proposal to be scored from 1 to 5.
The entire session was recorded in audio, with prior permission from the participants.
After the metaplan, in order to contrast the problems of labour inclusion of people with BIF indicated in the literature with the opinions of experts, two questionnaires were carried out in which attendees had to assess, on the one hand, the problems that they could find as employers of persons with BIF, and, on the other hand, the degree of difficulty that they thought these persons would experience when performing a job. In both cases, the issues were evaluated on a scale of 1 to 5, where 1 was a minor problem/difficulty, and 5 was a major problem/difficulty. These questionnaires were elaborated ad-hoc with the information retrieved from the literature.
The duration of the meeting was 150 min.
Results
Metaplan
In this section, we present the most significant answers to each question, as well as, where appropriate, the assessment made using the multivoting technique.
Regarding first and second question-"Do you know what is Borderline Intellectual Functioning?" and "Do you know any experience of companies that have employees with BIF?-, all participants, with the exception of one of them, acknowledged that they did not know the concept of Borderline Intellectual Functioning, and they even defined it as the most severe intellectual disability:
"[…] an impairment in intellectual functioning, which is reduced to the minimum expression, hindering social relationships, knowledge and development; I understand that it entails these aspects."
The person who did know BIF pointed out that there is an employee in his company with this kind of disability. In addition, he had worked in other service enterprises, where they had hired persons with severe intellectual disability and borderline intellectual functioning. Only one participant, thus, had previous experience with persons with BIF. Regarding the third question, Which is in your opinion the main barriers to employ persons with BIF?, the participants proposed a total of 37 ideas, of which 22 were different.
We will present these answers according to the priority given by the members of the panel. The barrier which obtained the highest score was that persons with borderline intellectual functioning must compete with persons without disabilities who want to access the same job.
"[…] persons with a recognized disability have access to the labour market, above all because the Law requires you to hire a certain number of persons with disabilities, a quota; but these people are not included there. And they are going to face competition from persons who have been trained […] it is a group in no man's land".
Secondly, they expressed the idea that, as people with BIF do not reach the degree of disability legally required, companies cannot obtain financial support for their hiring. In this context, participants pointed out that, due to the difficulty in diagnosing BIF, these persons cannot access the training circuit adjusted to persons with disabilities. Therefore, they are at a disadvantage both in relation to persons without disabilities and those with a recognized disability. The cause of these problems, according to members of the panel, is lack of visibility of persons with BIF. In their opinion, if this group raises awareness, they could gain access to similar aids as people with recognized disabilities.
The next barrier detected is the lack of information on borderline intellectual functioning, as well as on the possibilities of applying to this group current legal regulations on labour inclusion of persons with disabilities. They pointed out the difficulties to identify persons with this kind of intellectual impairment. In a normal selection process, they would be rejected because of the lack of adapted tests. Moreover, participants ignored if there are laws specifically aimed at persons with BIF.
On the other hand, in relation to corporate culture, participants said that actions to encourage the inclusion of persons with disabilities should start from General Management, promoting thus coherence within the company.
"That culture has to be built with values, the integration of those people. […] If not, either it will be difficult, or it will be quite a negative experience for the person."
Another factor that, according to participants, hinders the visibility of this group is their lack of empowerment. In their opinion, it would be necessary for persons with borderline intellectual functioning to take action in order to make themselves known and fight for their rights as a group, as it has happened in the past with other disadvantaged groups.
"[…]
Most of us did not know what borderline intellectual functioning was, so I think we have to work to empower those people just as we did with victims of domestic violence years ago."
The participants shared the opinion that Human Resources departments of companies are focused on identifying and recruiting the most talented individuals, what hinders the inclusion of persons with intellectual impairments.
Moreover, there seems to be a consensus among the experts interviewed about the fact that this group is specially vulnerable to end up working in tasks that do not provide value to the company (they are monotonous, simple, repetitive, etc.) and are usually outsourced. This, in turn, implies worse working conditions.
It was also pointed out that companies have little experience in the management of diverse teams. In this context, participants mentioned that jobs are increasingly technical, and complex technology makes it difficult to incorporate people with limited capabilities. Attitudes were also suggested as possible barriers. Both the attitude of the company's staff and of the person with borderline intellectual functioning herself were viewed as important to ensure proper integration into the company's human team. Participants emphasized that without a clear leadership with determination to address diversity it is very difficult to hire persons with intellectual impairments.
Another aspect highlighted was the lack of empathy of co-workers, which would hinder an adequate socialization in the company, leading in turn to low self-esteem of the person with borderline intellectual functioning.
"When your self-esteem is good, you have good relations; success in incorporation is very important, and it depends on your co-workers, the atmosphere, how you socialize […]"
On the other hand, they also considered that there are no suitable job profiles for these persons (in companies represented in this panel).
"You have to invent the post so to speak […] think about what job you could offer a person with these features."
Finally, one of the participants defended that there should be no barrier, although he agreed that there are currently many of the barriers mentioned.
"I think that with much more information it would be much easier for us to know that these persons can adapt to a job" Table 2 presents an overview of the different ideas, with the average score given to each of them (scale from 1 to 5), its coefficient of variation, as well as the number of times that the idea arose spontaneously. The barrier that was mentioned more frequently was lack of financial support.
Next question analysed was: Which are the advantages of employing persons with BIF? To this question the experts proposed a total of 27 answers, of which 13 were different. The most prominent advantage was related to social responsibility, social commitment and social work of the company.
It was pointed out that hiring persons with BIF would improve the company's social positioning. At the same time, it would contribute to a better working atmosphere, as it would foster in workers the pride of belonging to a company with social values. The issue of corporate reputation was also highlighted.
On the other hand, having a diversity of employee profiles could lead to enrichment, multiculturalism, diversity, creativity and social innovation.
"I think we have to start seeing the […] incorporation of diversity, not as a social action […] [but as an opportunity for] a generation of alternative responses.
[…] There are many more success stories when, from disability, from limitation or from something that is not standard, we start looking for a solution. And if we see it that way, I think we will be in a better position to convince leaders that we must strive for diversity."
Likewise, according to experts of the group, an additional advantage is that persons with disabilities who have managed to find a job in the face of competitors without impairments show a greater capacity for effort.
Moreover, a company that hires vulnerable groups would attract new and young talented individuals, since young people appreciate organizations that take into account not only economic but also social concerns.
"it has surprised me that many people, especially young people, ask you what the company is doing from the point of view of social commitment, they have great regard for it".
For the other workers of the company, to work with colleagues with different personal characteristics, like disability, will bring about an opportunity for personal enrichment and growth, as well as foster a greater tolerance.
"If there are very different profiles in the company, that means mutual enrichment. A much more multicultural and multidisciplinary company is always more enriching"
Finally, there was an intense debate on the idea that hiring of persons with BIF would increase the visibility of this group. On the one hand, some experts argued that it would indeed contribute to In Table 3 , the average scores, variability and spontaneity of the answers to this question are presented. The advantage that was mentioned more frequently was enrichment among very diverse profiles within the company, followed by corporate social responsibility.
Next question asked was: What measures would be necessary to employ persons with BIF? Thirty-one ideas arose, of which 12 were different (Table 4) .
Experts considered especially important to give Human Resources Department a prominent position within the company, so that it is capable to make strategic decisions without depending on senior management. A high score was given also to provision of financial support to encourage hiring of persons with BIF. Secondly, the need of a clear identification of the group was underlined, which can occur mainly through the creation of associations, thus facilitating access to subsidies for persons with disabilities. In this context, participants pointed out the need of a diagnosis, linked to the legal recognition required to qualify for financial aid.
Analysing this question the debate arose once more on whether persons with BIF wish to be identified or not. The answer of the experts was that the decision should be of the individual. Those who prefer not to be identified as members of the group would always have the option not to associate.
Participants considered also very important to have more training and information on characteristics of persons with BIF and their skills and limitations, because their job placement will be more appropriate if the competences of the person are taken into account. Related to this, it was suggested to carry out a functional analysis of workstations to adapt them to people with BIF.
"If you want to hire persons belonging to a specific group, you will have to do the organizational design that allows you to incorporate them"
The need of facilitating access to training was also pointed out, as well as the need of devoting time to these persons:
"[…] I think you have to devote time to these persons, not just the normal mentoring you do when a person joins your company […] Dedication to that person cannot be the same as to a person who does not have borderline intellectual functioning."
Raising awareness of the needs of disadvantaged groups, both within management and among all workers of the organization, was considered an important requirement. Participants suggested, in particular, to include specific subjects on disability and employability in both undergraduate and postgraduate training. In this way, the development of a social conscience would be promoted from During the discussion, special attention was also paid to the proper size of Human Resources department. In big companies where this Department counts on a large staff, the tasks required for an appropriate integration of persons with disabilities, like tutoring and mentoring, will be better managed. On the contrary, in small companies with a limited personnel department, those tasks will be shifted into the background by other priorities.
Finally, it was proposed to approve a Law that requires companies to hire persons with BIF. However, some participants did not agree with this solution. They argued that there will always be cases of disadvantaged persons that are not covered by Law.
As can be seen, the need that was mentioned most frequently was training and information on the characteristics of persons with BIF, followed by identification of the group.
Last question asked was: What tasks and functions could be performed by persons with BIF?
The answers to this question, as happened in the first one, did not obtain a quantitative assessment. Experts agreed that persons with BIF could perform basic and mechanical tasks.
"Gardening, maintenance, storage, online order preparation, basic administrative tasks, technical tasks by computer, such as photo layout … "
Several experts also underlined that partnership with associations, already mentioned in the answer to previous questions, would help to design the tasks which are more suitable for each person.
"[…] to evaluate which kind of tasks can be performed by each person belongs to the role of the association. You should receive a report from the association telling you that this person is able to do this and that […]". "[…] when you go hand in hand with an association that has a well-developed employment axis, it has specialized professionals that can advise you very well".
• Questionnaires
Finally, participants answered two questionnaires in order to contrast their opinions with the barriers to integration in the labour market of persons with BIF pointed out by scientific literature. In the first one they had to rate from 1 to 5 the problems they could face as employers, and in the second one the difficulties these persons would find when performing a job, being 1 a minor problem/difficulty and 5 a major problem difficulty.
As can be seen in Figure 1 , there is a great degree of coincidence between barriers mentioned in literature and those suggested by participants in the panel.
The problems that obtained the highest rating, with a score close to the maximum, were that there are not enough social or economic incentives and that, in addition, it is an unknown sector of the population.
Next, the difficulties that BIF people would have to face in the labour market were evaluated (Figure 2) .
Discussion
The main goal of this research was to know the opinions and experiences of employers of the industrial sector with regard to persons with BIF. In this context, the first specific objective was to determine whether they knew the meaning of the term "borderline intellectual functioning". The results show that there is a significant lack of knowledge of the features of this kind of disability. In line with the study by Grizzard (2005) , it becomes clear that employers need more information and training on this subject, because the integration of a group into the labour market can hardly be promoted if employers do not know its existence and characteristics. Therefore, the first conclusion is that associations should promote the visibility of persons with BIF, providing training and tools that can facilitate their hiring.
The next goal was to determine the barriers to employ persons with BIF. In addition to the lack of information already mentioned, the barrier which was pointed out as most significant was that persons with borderline intellectual functioning must compete with persons without disabilities who want the access the same job. To this fact it should be added that there is no financial support to hire persons with BIF, which does happen with persons who have a certificate of disability. Another barrier considered substantially important is the lack of visibility of this group. Domzal et al. (2008) pointed out that in 72.6% of the cases the fear that persons with BIF would not perform their work appropriately was identified as the first barrier. On the contrary, in our panel the difficulties related to this aspect-such as "increasingly technical positions", "no suitable job profiles", "insufficient job training"-received a score lower than 3.50/5. So, it seems that, for the participants in this panel, the barriers would be more external than internal; in other words, they would have to do with lack of opportunities rather than with lack of training and/or skills. Moreover, Domzal et al. (2008) indicate that in medium-sized companies' health costs, compensation costs and fear of litigation were highlighted as major barriers; these aspects were not mentioned at all by our group of experts. Amir et al. (2009) emphasized the barriers regarding the attitude of supervisors and peers, as well as the lack of specific training. This has a great connection with several barriers suggested by participants in the panel and rated with a high score, as "lack of inclusion values" and "corporate culture". Thus, in line with Amir et al. (2009 ), Chan et al. (2002 and Peltopuro et al. (2014) , a further conclusion would be that it is necessary for employers to work on the perception and attitudes towards persons with BIF. In this line, employers too have a responsibility to increase the employment rate of people with learning disabilities (Woittiez, Eggink, Putman, & Ras, 2018) The third specific goal was to identify the advantages of employing persons with BIF. As has been seen, the answers that obtained the highest scores were those related to corporate social responsibility and reputation of the company. This aspect should not only be considered from the perspective of companies, but also from the perspective of persons with BIF. They minimize the potential negative effects of BIF once they are hired, while reducing at the same time the social cost of their non-insertion (Cruitt, Boudreaux, Jackson, & Oltmanns, 2018) . This leads to consider hiring people from this group as a method of supporting social and labour integration.
The last objective was to recognize the measures that it would be necessary to implement in order to increase the employment of persons with BIF. A great importance was given to the role and position of Human Resources Department within the company, as well as to the provision of financial support to encourage hiring. It was also considered desirable that associations of the disability sector play an active role, both to promote the recruitment of persons with BIF and to facilitate their adaptation within companies. In this context, it is interesting to remark that the results of the questionnaire on the difficulties of persons with BIF to perform a job showed that those with a higher score can be learned and trained. Therefore, another important conclusion, in line with the recommendations by Stensrud (2007) and Chan et al. (2010) , is that counseling and support through associations of the disability sector are essential to achieve a successful and lasting adaptation to workplace.
Limitations
The study is transversal. In addition, only a relatively small sample of human resources managers of footwear companies in the Cluster of the Vinalopó took part. It would be convenient to perform a quantitative study with a larger sample. In this way, the results found here could be confirmed or refined. 
